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ABSTRACT 
Despite the potential benefits that work life balance brings to the organizations, it has been 
difficult for these organizations to implement the initiatives that are brought about by work 
life balance. This study intends to show organizations that work life programs help 
employees handle stress and develop managers who are supportive to work life programs. 
The purpose of this study was to determine the factors affecting work-life balance in 
organizations with reference to Kenya Power and Lighting Company. The specific objectives 
were: to determine the effect of age on work life balance in electricity distributing companies 
in Kenya, to assess the effect of marital status on work life balance in electricity distributing 
companies in Kenya, to establish the effect of technology on work life balance in electricity 
distributing companies in Kenya and to find out the impact of leadership style on work life 
balance in electricity distributing companies in Kenya. The target population was 300 
employees. The researcher used descriptive research design. As for the research sample, it 
was attained using stratified random sampling technique and a sample of 60 was attained. 
The researcher used descriptive research design and used both qualitative and quantitative 
procedures to present data. The researcher used questionnaires as the research instrument for 
data collection. It was found that age, marital status, technology and leadership style does 
affect the implementation of work life balance in organizations especially in technology. 
Recommendations were also made, the major one being that the researcher encouraged the 
management of the organizations to make use of the work life programs, in order for the 
employees to enjoy working for the company because, when the employees are happy, the 
organization does better in its industry.  
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OPERATIONAL DEFINATION OF TERMS 
 
Age it is the time of life when one is allowed by law to do something or it is 
the time of life when it is possible or typical for people to do 
something. 
Marital Status it is the state of being married or not married. 
Technology it is the collection of techniques, methods or processes used in the 
production of goods and services or in the accomplishment of 
objectives. Technology can be the knowledge of techniques, processes 
or it can be embedded in machines, computers, devices and factories 
which can be operated by individuals without detailed knowledge of 
the workings of such things. 
Leadership Style it is a leader‟s style of providing direction, implementing plans and 
motivating people. 
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CHAPTER ONE 
INTRODUCTION TO THE STUDY 
1.0 Introduction  
This chapter forms the introduction to this research. It contains the background of the study, 
statement of the problem, objectives of the study, research questions that are based on the 
objectives, significance of the study, the limitations of the study and the scope of the study. 
1.1 Background of the Study 
Work life balance is broadly defined as the degree to which individuals attain equal levels of 
engagement and satisfaction in work and life roles (Clark, 2000; Greenhaus et al., 2003). 
Greenhaus et al., (2003), say that there are three parts of work life balance; time, 
psychological involvement and identical levels of role-related satisfaction in work and life 
roles in order to attain work life balance. They have to be in equal amounts.  
Work and life is a zero-sum game; committing resources to one area, say work, is seen as 
taking away resources from the other area; personal life, resulting in a constant contention 
between the two domains or areas (Hill et al., 2007).  
As a concept, work life balance involves prioritizing work and lifestyle properly. In the 
modern society, employees often face challenges between the roles of work and life. Studies 
found that work life issues affect everyone, regardless of demographics, social economic 
status or family structure (Frone, 2003; Kinnunen et al., 2004; Kossek & Ozeki, 1998; 
McMillan et al., 2011). 
In general, stress from work life conflicts affects employees‟ well-being (Grzywacz & Bass, 
2003) and hinders individual job performance (Allen et al., 2000; McMillan et al., 2011; Pitt-
Catsouphes et al., 2007). 
Work life balance is seen to have two scales: the life component and the work component, 
which should be balanced. In the shell that stands for life things; hobbies, cultural interests, 
friends and family are in, while in the shell that stands for work is the job; a serious block as 
opposed to the more pleasurable experiences. From the employer‟s point of view, the 
challenge of creating a supportive company culture where employees can focus on their jobs 
while at work is work life balance to them. The dilemma of managing work obligations and 
personal or family responsibilities is work life balance from the employee‟s perspective 
(Lockwood, 2003). 
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For most employees, when they go home, a second day of work starts at home; they begin a 
second shift (Vlems, 2005). Balancing work and family demands is one of today‟s main 
challenges for both individuals and organizations (Valcour, 2007). People who have better 
balance have greater job satisfaction and perform better in their positions: they have a bigger 
loyalty and higher level of trust (Vlems, 2005). Today, many organizations are cutting costs 
mainly by laying off its employees, and placing more demands on the lean staff left behind so 
as to remain afloat in the wake of a global economic recession. The outcome is that, the more 
time and energy employees give to the work, the less they give to the other aspects of their 
lives and as a result, it creates a work life balance problem with its attendant negative 
consequences for both the employee and the organization (Lockwood, 2003). 
More and more companies are seriously thinking about work life balance concept. An 
imbalance between work and private life has some negative consequences; lower job 
performance, higher absenteeism, more mistakes and incorrect decisions and worse working 
atmosphere. This has resulted to people seeking guidance and counseling on how they can be 
able to balance the two components because, sometimes an employee may carry some of 
their work load home, so that they can be able to do some of that work from there while 
ideally they are meant to be spending time with their families, relaxing from a day‟s work 
(Vlems, 2005). 
The conflict between work and life is not gender specific, it affects everyone. Men and 
women handle work life balance differently; the social norms surrounding each gender role 
and their employment. Organizations play a large part in how their employees deal with 
work-life balance; taking proactive measures in providing programs and initiatives to help 
their employees cope with work-life balance like flexible working arrangements, providing 
compulsory leave, and fostering an environment that encourages employees not to continue 
working after hours (Frone, 2003). 
Norms and ideologies of the organization can bring about work life conflict. Organizations 
that have macro structures maintain the center of power. It is through this structure, practices, 
symbols and discourse organizations create and produce a governing belief which drives 
organizational power and creates organization norms (Dex, 2004). 
William and Boushey (2010) say that, at the top of the organizational hierarchy, the 
majorities are males and assumptions can be made in reference to their lack of personal 
experience with the effects of work family conflicts. They may be unmarried and have no 
idea what “normal” family responsibilities entail. Or the manager may be married, but the 
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wife remains home, tending to the house and children. The irony of all this is that, the males 
are the ones creating and reforming work place policies. (William, 2000). 
The main objective of organizations is to maintain and or increase the competitiveness of 
their products and services and thereby attaining the best results. To achieve this, enterprises 
need the right employees. The talent of employees is seen as a competitive attribute in good 
and in bad times the companies also need to think more creatively and strategically on how 
they can use work life balance programs to their advantage. Human Resource experts suggest 
staggered working hours to allow employees to come in at different times as one of the ways 
to maintain a balance in both spheres of life, offering training on how to maintain a good 
balance and on stress and time management (Frone, 2003). 
1.1.1 Profile of Kenya Power and Lighting Company 
The Kenya Power and Lighting Company limited transmits, distributes and retails electricity 
throughout Kenya. The company purchases electricity generated from geothermal, hydro and 
thermal sources as well as from cogeneration, solar and wind sources. The company was 
formerly known as East Africa Power and Lighting limited. It changed its name to the Kenya 
Power and Lighting Company limited in October 1983. KPLC limited was incorporated in 
1922 and is based in Nairobi, Kenya. Their vision is to provide world class power that 
delights their customers. Their mission is powering people for better lives.  
The head office is based at Stima Plaza on Kolobot Road in Nairobi‟s Parklands area. The 
company‟s main functions are conducted by twelve divisions; Business Strategy, 
Infrastructure Development, Network Management, Street Lighting, Customer Service, 
Regional Coordination, Company Secretary, Supply Chain, Internal Audit, Human Resource 
and Administration, Finance and Information and Communication Technology (ICT). 
The company is further divided into ten administrative regions; Nairobi North, Nairobi West, 
Nairobi South, North Eastern, North Rift, Central Rift, Coast, Mount Kenya, South Nyanza 
and West Kenya administrative regions. Each of the regions is headed by a Regional 
Manager who reports to the General Manager in charge of Regional Coordination. 
The main players in Kenya‟s electricity sub-sector are; Ministry of Energy (MoE), Energy 
Regulatory Commission (ERC), Energy Tribunal, Geothermal Development Company 
(GDC), Rural Electrification Authority (REA), Kenya Electricity Generating Company 
(KenGen), Kenya Power Lightning Company limited (KPLC), Independent Power Producers 
(IPPs), Kenya Electricity Transmission Company (KETRACO) and Kenya Nuclear 
Electricity Board (KNEB). 
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1.2 Statement of the Problem 
Creating and maintaining a supportive and healthy work environment which enables 
employees to attain balance between work and personal responsibilities is what work life 
balance is about. This strengthens the employee‟s loyalty and productivity. Companies with 
an effective work life balance program increase the applicant pool for advertised jobs, they 
increase productivity at the organizational level and in turn provide greater organizational 
profitability, and they reduce absenteeism through decreasing work-family conflict and also 
positively impact on the organization‟s image as perceived by the general public. 
Despite the potential benefits it brings to the organizations, it has been difficult implementing 
these initiatives especially flexi time and some of the reasons being the different ways 
organizations manage flexi time, the absence of communication about this kind of policy and 
the career penalties associated with using flexi time. Additionally, the managers may 
discourage flexi time because they do not want to let go of the control. 
Other companies may find the effect of this flex time to cause employees to be in and out of 
the business at different hours that it becomes increasingly expensive to maintain the 
company or business. Not all flexible work arrangements are fit for all industries. It can turn 
disastrous if used by employees who are not willing to put in a full day of work. 
As is with most things in life, moderation is the key. This study intends to show organizations 
that work life programs help employees handle stress and develop managers who are 
supportive to work life programs, allow reevaluation of the work and how it is structured and 
or reengineered. Work life programs have shown to have an impact on employees in terms of 
recruitment, retention, commitment and satisfaction. People need to control their own 
behavior and expectations regarding work life balance; self- management is key. 
1.3 Objectives of the Study 
1.3.1 General Objective 
The general objective is to determine the factors affecting the implementation of work life 
balance in electricity distributing companies with reference to Kenya Power and Lighting 
Company. 
1.3.2 Specific Objectives 
i. To determine the effect of age on work life balance in electricity distributing 
companies in Kenya. 
ii. To assess the effect of marital status on work life balance in electricity distributing 
companies in Kenya. 
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iii. To establish the effect of technology on work life balance in electricity distributing 
companies in Kenya. 
iv. To find out the impact of leadership style on work life balance in electricity 
distributing companies in Kenya. 
1.4 Research Questions 
i. How does age affect work life balance in electricity distributing companies? 
ii. What is the effect of marital status on work life balance in electricity distributing 
companies? 
iii. What is the effect of technology on work life balance in electricity distributing 
companies? 
iv. How does leadership style affect work life balance in electricity distributing 
companies? 
1.5 Significance of the Study 
1.5.1 Kenya Power and Lighting Company Management 
The study will offer the management of this company with research based knowledge on the 
factors that affect the implementation of work life balance in their organization. The 
knowledge would help them maintain the balance that was initially introduced. They will also 
get the means and ways of adjusting to the changes being introduced in the organization in 
the future and will open up their thinking towards implementation of work life balance and 
take the process positively. 
1.5.2 Other Electricity Distributing Companies 
This study will provide a stepping stone for other electricity distributing companies to 
emulate or even make better the work life balance policies or programs that they have in 
place so as to retain the current staff and attract other potential people out there who may be 
looking forward to working in an electricity distributing company. 
1.5.3 Other Researchers 
The research study is of great importance since it will assist other researchers to base their 
research work on what will be covered in this research. This research will also provide them 
with available information on the topic of implementation of work life balance and to reveal 
to them the gaps regarding the topic on implementation of work life balance and conduct 
further research. 
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1.6 Scope of the Study 
The study covered Kenya Power and Lighting Company limited situated in Stima Plaza. The 
target population was 300, which is the number of the permanent employees, and only 20% 
of the total population was taken for study. The results of the study presented the findings on 
age, marital status, technology and leadership style as factors that affect the implementation 
of work life balance. The study was conducted for a period of three months. 
1.7 Chapter Summary 
This chapter of the study represented the background of the study which included sections of 
the statement of the problem, the research objectives with the research questions, the scope of 
the study, limitation of the study and significance of the study. This chapter gives direction to 
the entire research work since all other chapters are premised on this chapter one. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter provides information relating to the research topic study that has been written 
down by various writers and published. There is also more information relating to the 
objectives of the study. The gaps the researcher aims to fill are also discussed in depth in this 
chapter. Finally, the chapter gives the conceptual framework of the study. 
2.1 Review of Theoretical Literature 
The following theories guide this study: 
2.1.1 Boundary Theory by Christine Nippert-Eng 
Boundary theory posits that different people have different preferences for how much they 
like to separate or integrate their work with other aspects of their lives. At one extreme, there 
are “Segmentors” who prefer to keep their various life roles separate from each other so that 
when they work, they will only deal with work and when they are away from work, they will 
not deal with anything that is work related. Then, there are “Integrators”. These prefer to 
integrate their work and non-work lives so that no boundary exists, in some cases, between 
them. Most people are in a continuum between these two extremes (Nam, 2013).  
Although the two extremes have been clearly put for people to select which they are 
comfortable with or which they prefer, researchers Desrochers and Sargent (2004) say that 
segmentation tends to make transition between roles difficult because it requires a complete 
separation of tasks and attention; it assumes that one cannot focus on their job at all while 
focusing on their family and vice versa.  
Integration, on the other hand, makes transition easy. This is because, the focus on both roles 
is constant to one degree or another. However, integrating roles makes it more difficult for 
one to determine which role should be a priority; as role contexts change, attention and focus 
is fractured, which is often exacerbated by the changing demands. A violation of these 
preferences has been suggested to lead to stress (Kreiner, Hollenste & Sheep, 2009). 
The boundary theory is used to explain the ways in which people, or rather, employees, 
integrate their work and home lives because, it aims to identify tactics that people can utilize 
and provides actionable knowledge that affords people the ability to control their own 
experiences. 
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2.1.2 Attitude- Behavior Theory by Fishbein and Ajzen. 
In one‟s life (be it their personal life or work life), the experiences they get lead to the 
formation of several different beliefs about various objects, actions and events. These beliefs 
may be as a result of direct observations or processes which may or may not persist over time 
and if they do not, they are simply forgotten and new ones formed (Fishbein & Ajzen, 1975). 
A person‟s attitudes may also change due to the variations in their belief system. Some 
attitudes may be stable over time while others show shifts or changes much more frequently. 
However, at any point in time, a person‟s attitude toward an object, can be determined by 
their relevant set of beliefs about the object. Therefore, one‟s belief in someone or something 
leads to their attitude formation towards someone or something which, ultimately, leads to 
their behavior towards them or it. 
According to Fishbein and Ajzen (1975), the positive or negative attitudes an individual 
perceives or gets in any organizational setting, they are in turn translated into the positive or 
negative behavior an individual or employee undertakes with or against this setting.  
In relation to work life balance, employees are constantly exerting their full capacity towards 
achieving the goals of the organization when they sense that they have the organization‟s 
support in the reconciliation of their family obligation (Mousa, 2017). Employees will tend to 
enjoy their work and keep looking forward to showing up in the office the following day if 
the management of the organization has a leadership or adopts a leadership style that supports 
the employees and their lives and the employees support them. This way, it becomes a win –
win situation because, both the employees and the organization are happy. 
2.1.3 Role Theory 
According to Greenhaus and Beutell (2010), role theory proposes that, people have many 
conflicting roles and demands in their lives. It is in this situation that work and family roles in 
employees‟ lives, lead to inter role conflict. For any individual, employed or not, work life 
balance means having the right combination of paid work and other aspects of life. 
With role theory, there are conflicting expectations associated with different roles which the 
employee has to play in their everyday lives; they have to be at the office and later, at the end 
of their work day, their second shift starts; they have to play the role of a husband, wife, 
mother, father or guardian. When an employee tries to juggle so many roles, work life 
conflict is bound to happen and eventually an imbalance is created. This imbalance either 
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creates more pressure or satisfaction towards one‟s role as compared to other roles (Kithae & 
Keino, 2016). 
From their studies, based on work life balance and role theory, Wolf et al., (1964), showed 
conflicting expectations based on the different roles that people have to play in their daily 
lives. Kanter (1977), furthered the studies, to prove that work and family are not independent 
of each other. They are interlinked. This, eventually, brings conflicts between the two; work 
and life. 
The roles one plays in life are a lot. Roles such as spouse, parent, charity volunteer, 
engineering professor and manager- fulfill important functions within one‟s family, 
community and work lives. These roles also provide the individual with a sense of who they 
are becoming (Sluss, Dick & Thompson, 2011). 
2.2 Empirical Literature Review 
2.2.1 Age  
People change with age; their physicality, behavior as well as perception and evaluation of 
certain phenomena change. Due to the progressive aging of global population and the 
increasing proportion of older people in the total population, more and more people attention 
is said to be paid to the total population, more and more attention is paid to the analysis and 
description of the specific characteristics, attitudes and behaviors of older people. 
People in their late twenties or early thirties are unhappy about their work life balance than 
any other age groups, with almost half saying that there‟s sometimes an expectation from 
their employer that they work outside normal hours (Cox, 2017). 
Most, if not all, elderly people today find themselves still trying to find a balance between 
work and family. For instance, in America, they, the elderly people, make the big portion of 
the work force, with many in fulltime work in their sixties and seventies. The reason could 
either be because they enjoy their work and want to continue working or they do not have 
enough to retire securely (Flexibility, 2011). 
Age, in reference to work life balance or work life balance in reference to age depends on the 
generation one asks (Barbe, 2016). This is because, to some, the balance does not exist while 
to others it does exist. 
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Firstly, it‟s the Baby Boomers, who are born between 1945 and 1964. They are idealistic, 
competitive and results driven. Their sense of identity and value is tied to their career. To 
them, it is a routine to sacrifice family and personal well-being for their employers (Leibow, 
2014). In order to keep the Baby Boomers motivated, employers need to have flexibility. 
They need to introduce flexibility options, which encourages and supports work life balance, 
in order to attract this generation and keep them engaged. This way, they will be able to focus 
on work, when it is work time and focus on family when its family time. 
Secondly, is the Generation X, born 1965 to 1980. These are individuals who have 
experienced major world events and economic uncertainty that has led to corporate 
downsizing and massive layoffs. They have grown to embrace change and as a result, they 
have become more independent, less committed to their employers thereby job hopping to 
increase their marketability and see work life balance as extremely important (Leibow, 2014). 
Generation X or Xers grew up fending for themselves and knew, early on, that if they wanted 
anything in life, they had to go and get it on their own. Xers know how risky putting all their 
eggs in the career basket can be and ensure that they do not repeat the same mistakes their 
parents did (Barbe, 2016). 
Lastly, is Generation Y, born after 1980. Generally, they are less loyal to their employers and 
are more comfortable demanding flexible work arrangements (Leibow, 2014). This 
generation is characterized as; tech-savvy, enthusiastic, confident and achievement oriented. 
Millennials need variety and challenges and do not expect to “pay their dues”. This 
generation grew up multi-tasking with the help of technology and more prone to blurring 
lines between work and their personal lives (Leibow, 2014). 
Millennial see no differences between work and life and regularly discuss all aspects of their 
work with their families. All efforts in both are interwoven in a great purpose, mission and 
passion (Barbe, 2016). 
In order to engage them, employers need to offer more flexibility; like being able to 
telecommute (Leibow, 2014). Having access to the latest technology will boost their 
productivity and engagement. They also feel happiest when they feel part of a team. 
Creating successful engagement initiatives in organizations is not easy. Due to the diverse 
workforces, the organization cannot take a canned approach to work life balance or any other 
program (Barbe, 2016), it needs to take or have a variety. 
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Flexibility (2011) goes on further to say that organizations have to change the way they work 
by embracing the expertise and experience of the older employees and allowing them to 
contribute while still living a balanced life instead of telling them that they either stop 
working all together or keep going at the same pace.  
When organizations do this, they would be creating workplaces that keep employees happy 
and engaged and give employers the chance to keep productive, efficient people in the work 
force longer (Flexibility, 2011). 
Striking a balance between work and private life is a challenge for any economically active 
individual and to determine such equilibrium, it is done on individual basis (Kazmierska & 
Stankiewicz, 2016). 
According to Yeandle (2005) and Phillipson (2004), the achievement or failure to attain the 
desired level of work life balance by the older workers is influenced by a broadly based 
public policy which determines the position individuals of non-mobile and retirement age 
rather than their age itself. Penner et al. (2003) links the possibility of work life balance 
growth among the seniors with activities related to increasing the labour market flexibility 
and its better adaptation to the needs of this group. 
Auer and Speckesser (1998), point out that the problems with achieving proper work life 
balance by older people, mostly stem from the stereotypical perception and discrimination of 
this group in the society and workplaces in general.  
2.2.2 Marital Status 
The idea of managing a stressful job and dedicating quality time to family is becoming a 
major challenge (Panisoara & Serban, 2013). Many women have managerial jobs and they 
want to have happy private lives as well and do their best in order to succeed in both domains 
of life. Even if it has always been viewed as women‟s problem (Hardy & Adnett, 2002), work 
life balance represents an issue of prime concern for working men too. 
There is no doubt that employers play a major role in managing the work family conflict and 
creating a family friendly organizational culture (Panisoara & Serban, 2013).  
Balancing work and non-work demands is an issue that involves all individuals who are in 
paid work, whether they have responsibilities or not (Rotondo et al., 2003). When creating 
and implementing initiatives that promote flexibility in the workplace, employees living 
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within a family structure and those without (Waumsley, Houston &Marks, 2010), can 
experience a low level of work life balance too and need to be taken into consideration. 
Family work balance is a complex issue. Hidden values and models from our cultures, 
original families and other sources influence our choices in ways that we often do not 
understand. Kuhlman (2004) says that like so many of the challenges and dilemmas of 
marriage, balancing family and work has no easy solution every person and couple will have 
their own preferences and needs no one size fits all. 
Many couples experience strong forces, which pull them away from the priority family would 
have. If planning is not done, those forces will prevail. Time and energy invested for family, 
quickly disappears if one does not have a clear plan and commitment to maintain balance.  
(Kuhlman, 2004). 
Partners in similar jobs work long hours and are committed to their professions. This means 
that they are able to devote less time to their private life and that boundaries between the 
home and office become more blurred (Collins, 2012). 
In a country like China, even when the wife is equally well-educated as the husband, the 
women give priority to family responsibilities over their own career. The traditional norm 
was such that the husband would deal with external matters; earning a livelihood, while the 
wife was expected to look after the household chores even if she was working outside 
(Cooke, 2007). 
Some of the married women opt to focus on their career by delaying motherhood. The coping 
mechanism used by mothers was relying on their family members for support and 
outsourcing house work to alleviate the work family conflict. In addition, a small percentage 
of male employees request their spouses to quit their jobs and become full-time housewives. 
For others, the only option to avoid the conflict between work and family is to withdraw from 
family and social life (Xian & Cooke, 2012).  
Family work balance is a process. It is important to make the “big decisions”; selecting 
careers, timing children, and others that will provide the opportunity for balance. The real 
task of balance takes place on a weekly and daily basis. This is where couples choose to 
either protect family time or let it evaporate by opting to take advantage of a family 
opportunity by allowing other priorities interfere. 
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Gender differences in perception of work life balance in terms of household responsibilities 
(Singh, 2004). Women undertake majority share of domestic chores and child rearing. 
Nowadays, small nuclear families have both the spouses going to work. The nuclear 
households have created lots of stress in their existing patterns of living. Also, there is an 
increasing number of single parent households due to an increase in divorces (Amato et al., 
2003). 
As a result, many of them tend to be present at their work place for longer periods which 
reduces the time they are available at home. Quite often, work interferes with family and 
social life, other times, family pressures affect the work performance (Fu & Shaffer, 2001). 
A rigid organization culture, which mainly focuses on performance and disregards 
employees‟ needs, can create a stressful climate which in turn constitutes a determinant for 
high conflict between quality family time and job performance (Aryee, 1992).  
2.2.3 Technology  
Mobile technologies enable work to be done remotely; away from the normal working 
environment. Removing the geographical boundaries between work and home life, poses new 
challenges within the context of maintaining a healthy work life balance. 
Boswell and Buchanan (2007), state that more sophisticated and affordable technologies have 
made it possible for employees to stay connected to work by facilitating telecommuting, 
performing some or all of their work outside the traditional office setting and provides 
employees in traditional work settings with a means to stay connected to the job while away 
from the office during non-work hours. 
They go on further to say that, the line between the two domains is getting blurred due to an  
increase on the use of communication technologies outside the normal working hours without 
the knowledge of its impacts on the important aspects of work and the outcomes of work life. 
What type of person would accept work to cross the boundary into their personal life? The 
Boundary theory posits that people differ in reference to how much they allow to integrate 
(Ashforth et al., 2000; Kossek et al., 2005; Nippert-Eng, 1996). People favor and engage in 
roles that are related with positive reinforcement of their self -concept (Ashforth et al,. 2000; 
Stryker, 1980); they will do their work even when in another domain, if and when they 
consider work to be an important part of them. This, ultimately, suggests that individuals with 
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high identification and attachment with elements that are work related will likely use 
communication technologies for work purposes when in the non-work domain.  
As mobile technologies arrived, discussions were raised on whether it would facilitate new 
forms of imbalance or enhance work life balance (Fleetwood, 2007). While home based 
employees are positive about their greater flexibility, they also note the boundary between 
work and family blurred (Townsend & Batchelor, 2005), an increase on the workload, long 
working hours and the potential for burnout (Hill et al., 1998). 
New technologies impose pressures (Sadler et al., 2006), which come from organizational 
and managerial expectations, to the individuals, but can also be self- induced when 
individuals are reluctant to separate work and family commitments (Cavozotte, Lemos & 
Villadsen, 2014). 
Using technology to access work in personal time, employees can achieve their own 
objectives; improvement of the employee‟s position or enhancement of self-image, even 
when the task appears to be for the organization. (Campbell & McDonald, 2009). Employees 
given access to resources outside the work premises, believe that the use of mobile tools 
contributes to their development and in turn assume more responsibilities (Isaac, Leclerq & 
Besseyre des Horts, 2006). 
Today, due to technology interventions, we have the ability to work anywhere anytime which 
has led to the erosion of work life boundaries and the invasion of what was once private time. 
(Land & Taylor, 2010). This has resulted in employees creating their ways to deal with the 
increase in the hours they work in an effort to maintain a sense of work life balance. 
Parkinson (1998) explained that employees learn of new technologies in the work setting and 
figure out how to use them to manage their commitments better; a smart phone, for instance. 
When an employee gets one, for work purposes, the email and calendar can soon be used for 
personal emails and appointments in addition to those items exclusive to work. 
In a study on people integrating home and leisure activities into their work lives D‟Abate 
(2005), argued that people engage in personal business on the job because their work, 
frequently, cuts into their personal lives, therefore limiting their ability to maintain balance. 
Similarly, Waller and Ragsdell (2012) noted that although email allows more deliberate 
communication and decision making across time, it makes interpersonal communication hard 
to interpret, relationships difficult to start and maintain and it is difficult for people to keep up 
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with a lot of emails. Workers who depend on electronic communications find it difficult 
creating trusting relationships with colleagues (Germain & McGuire, 2014). 
When work intersects with all aspects of life, employees find it difficult to separate their 
identity as employee from that of father, husband, mother, wife or friend. The demands of the 
workplace and the intrusive nature of technology, make it difficult to create boundaries that 
separate work and family (Park & Jex, 2011). Whenever given the choice between work and 
family, employees with access to workplace technology, choose work as they negotiate 
among the work and family role expectations (Greenhaus & Allen, 2011; Grzywacz & 
Carlson, 2007). 
Waller and Ragsdell (2012) noted that the senior the employee is, the more they are 
compelled to check their emails so as to stay connected outside of work. Irrespective of the 
reason(s) why an employee allows work to intrude on their personal life, such intrusions 
frequently create conflict with spouses, significant others and family members (Boswell & 
Buchanan, 2007). 
In their study on the use of email by professionals, Waller and Ragsdell (2012) explained that 
employees described feelings of anticipation, anxiousness or urges which resulted to 
checking emails despite the negative implications. Once this intrusion begins, employees find 
ways to cope with the omnipresent technology in their lives. 
Previous research found positive and negative aspects of the effects of communication 
technologies on work life balance. Flexibility, as one of the positives, on one side allows 
people to fit their work and other responsibilities on the other, reduces the cost for people in 
transition between work and non-work roles. This can be positive for those with multiple 
roles (Grzywacz & Kirchmeyer, 2000). 
Dealing with home matters while at work, is associated with job satisfaction (Nam, 2013). 
People who make use of communication technologies outside work hours, feel more in 
control of and more productive in their work. 
However, the use of information technology has caused the blurring of boundaries between 
work and non-work (Nam, 2013). It has allowed work to intrude more into our private lives, 
which leads to a negative spill over from one role to another; job stress and heavier workload. 
It can also make it harder for people to get psychological separation from work; which is 
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needed for one to recover from work and is linked to higher stress difficulties in sleeping and 
even depression (Park, Fritz & Jex, 2011). 
To reduce negative impacts of ICT on wellbeing, previous research suggests that people 
should adopt technologies for separating their home and work lives more. Another research 
has found that doing so can also reduce the positive spill over from work to home (Powell & 
Greenhaus, 2010). One reason for this may be different people have their own preferences for 
the extent to which they are willing to allow their work to intrude on their non-work time as 
described by the Boundary Theory (Nippert, 2008). 
The concept of work life balance is changing rapidly: work and home life are no longer two 
separate entities, placing competing demands on our resources but remaining distinct in terms 
of time and location (Duxbury & Smart, 2011). 
Instead, the term „work life merge” has recently been coined in popular culture to describe 
the dissolving boundaries between our work and home lives. This “merging” of worlds has 
been made possible by the arrival of mobile technologies and portable Wi-Fi so that work can 
be completed away from the office and we can still maintain contact with our home lives 
even during busy days (Golden & Geisler, 2007; Shumate & Fulk, 2004). 
2.2.4 Leadership Style 
Bunmi (2007) says that leadership is the process in which the leader seeks the voluntary 
participation of subordinates in an effort to reach organizational goals. Culture is influenced 
by leadership style and leadership style affects an organization‟s performance through its 
culture. Leaders are influential shapers of the work family climate in organizations. Their 
support is necessary to achieve a good work life balance (O‟Neil et al., 2008). 
According to Lauby (2016), leadership is the ability and power to influence others. 
Leadership style is the leader‟s way of providing direction, implementing plans and 
motivating people. 
Leadership style refers to a leader‟s behavior and attitude of governance and supervision. It is 
the result of personality traits, experience, attitude and philosophy of the leaders (Anwar, 
Haider & Iqbal, 2015). 
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There are different leadership styles exhibited by leaders in the political, business or other 
fields. Some styles are; Autocratic, Transformational, Transactional, Laissez-Faire, 
Democratic and Paternalistic Leadership Styles. 
Autocratic leadership style allows managers to make decisions alone without the input of 
others (Johnson, 2015). The manager poses authority and imposes their will on subordinates. 
No one challenges their decisions. The leader controls the followers by keeping a close 
regulation of policies and procedures given to them. Johnson (2015), further states that this 
style benefits employees who require close supervision but creative employees, detest this 
style. Autocrats believe that direct supervision is key in maintaining a successful environment 
and followership. The authoritarians keep close supervision; they feel it necessary in fear of 
employees being unproductive. 
Anwar and Haider (2015), state that orders are given without explanation. The leader does 
not become part of them at all, but direct it. These leaders keep or create a distinct 
professional relationship between them and the followers. The Authoritarian style of 
leadership may create a climate of fear, since there is no room for dialogue and where 
complaining may be considered futile (Salin & Helge, 2010). 
Then, there is the Transformational Leadership Style. It depends on high levels of 
communication from the management to meet goals (Johnson, 2015). Through 
communication and visibility, leaders motivate employees, enhance productivity and 
efficiency. The leader motivates people to participate in the change process, encourages the 
foundation of collective identity and efficacy. This leads to feelings of self-worth and self-
efficacy among employees (Elshout, Scherp & Cornelis, 2013). 
Leaders that allow this style, challenge and inspire their followers with a sense of purpose 
and excitement (Schultz & Schultz & Duane, 2010), create aspirations and communicate their 
idea to the followers. Such leaders inspire followers to move beyond their self-interest by 
setting a clear vision and belief that encourages others to follow. 
Transactional Style of Leadership is where leaders focus their leadership on motivating 
followers through rewards and punishments. Managers and team members set predetermined 
goals and employees agree to follow the direction and leadership of the manager to 
accomplish those goals (Johnson, 2013). The focus of these leaders is on following existing 
rules than making changes to the organization.  
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Laissez-Faire style of leadership is whereby, all right and power to make decisions is given to 
the worker. Sometimes, it is described as a “hands-off” leadership; the leader delegates the 
tasks to the followers while providing little or no direction to the followers. If the leader 
withdraws, too much, it can sometimes result in a lack of productivity, cohesiveness and 
satisfaction (Johnson & Hackman, 2003). 
Johnson (2013) says that, employees requiring little supervision fall under the laissez-faire 
style comfortably. This style of leadership hinders the production of employees needing close 
supervision (Johnson, 2013). 
Democratic Style of Leadership is where the decision making abilities are shared with the 
group members by promoting the interest of the group members and by practicing social 
equity (Foster, 2002). 
Anwar, Haider and Iqbal (2015), say that the leader makes no suggestions but asks for the 
group‟s opinions. The group is left to make its own decisions democratically, which are then 
approved by the leader. 
The democratic style encompasses the notion that everyone should play a part in the group‟s 
decisions. It demands the leader to make decisions on who should be called upon within the 
group and who is given the right to participate in, make and vote on decisions (Woods, 2010). 
This type of leadership style can lead to better ideas and more creative solutions to problems 
because group members are encouraged to share thoughts and ideas. It works best in 
situations where group members are skilled and eager to share their knowledge. It is also 
important to have plenty of time to allow people to contribute, develop a plan and then vote 
on the best course of action (Martindale, 2011). 
Lastly, there is Paternalistic Style of Leadership, whereby, the leader acts as the father figure 
of their people; responsible of taking care of their people‟s needs and in turn , the followers 
will give full trust to the leader (Johnatan, 2013). Workers are expected to become totally and 
completely committed to what the leader believes and will not strive off and work 
independently. Not only do they treat each other like family inside the workforce, but outside 
too. The workers are able to go to each other with any problems they have regarding 
something, because they believe in what they say is going to truly help them (Gul & Ayse, 
2008).  
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According to Johnatan (2013), the disadvantages of this leadership style is that the leader 
could start playing favorites in terms of decision making. This leader would include the 
workers more apt to follow and start to exclude the ones who are less loyal, the followers 
tend to become more dependent; they are not free and they are restricted to what the leader 
thinks to be right. 
Anwar, Haider and Iqbal (2015), say that, different situations require different styles. When 
there is little time to cover on an agreement and quick work is required and where designated 
authority has significantly more experience or expertise than the rest of the team, an 
autocratic leadership style may be most effective. However, in a highly motivated and 
aligned team with a homogeneous level of expertise, a more participative and democratic 
style may be more effective. The style opted for or chosen, should be one that most 
effectively meets the objectives of the team while balancing the interest of its followers and 
team members of that group which is led by an effective leader (Anwar, Haider & Iqbal, 
2015). 
Ray (2017) says that as one grows their business, they need to find employees who are 
devoted in growing the company as they are. At the same time, by promoting a balance 
between work, family and outside interests in the staff, as a leader, one may develop stronger 
loyalty. Retention rates are higher in companies that honor the work life balance of its 
employees through strong supportive leadership. 
The leadership style opted for should put people and their needs first (Ray, 2017). Often, 
employees are more productive when they are allowed to work flexible schedules. As the 
leader, provide the workers with a duty and a deadline and allow them to work out their 
schedules to meet the objectives. This brings a sense of balance in their lives. 
As a leader, one is a coach, as a coach, one is in a position to learn about their employees and 
their various interests, family ties and career goals. As a coach, your role is to help the staff 
find the elusive work life balance to help them feel more fulfilled at work and to reach their 
full potential.  
2.3 Summary and Research Gaps 
Creating successful engagement initiatives in organizations is not easy. Because there are 
diverse workforces, the organization cannot take a canned approach or a-one-size fits all 
approach to work life balance or any other program (Barbe, 2016), it needs to have a variety. 
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This is a problem that organizations have; they do not have variety or if it is there, it is not 
being used as it should. Flexibility (2011) goes on further to say that organizations have to 
change the way they work, provide new options that embrace the expertise of the older 
employees while still living a balanced life.  
Family work balance is a process not a static achievement. It is important to make the “big 
decisions” that will provide the opportunity for balance. The task of balance happens on a 
weekly and daily basis and it is in this situation that couples do the exchange of roles; there is 
a role they play in the organizations and another role they play in their homes. Trouble comes 
in when they are having difficulties in balancing these roles how they will decide to either 
protect family time or allow it to evaporate if they opt to take advantage of family 
opportunity and focus on their work life alone. 
The concept of work life balance is changing rapidly: work and home life are no longer two 
separate entities, placing competing demands on our resources but remaining distinct in terms 
of time and location (Duxbury & Smart, 2011). Instead, the term „work life merge” has 
recently been coined in popular culture to describe the dissolving boundaries between our 
work and home lives. This “merging” of worlds has been made possible by the arrival of 
mobile technologies and portable Wi-Fi so that work can be completed away from the office 
and we can still maintain contact with our home lives even during busy days (Golden & 
Geisler, 2007; Shumate & Fulk, 2004). Technology is known to allow work to intrude into 
our personal lives, which leads to negative spill over from one role to another (Nam, 2013). 
Ray (2017), says that as one grows or builds their business, they need to find employees who 
are devoted in growing the company as they are, get to know their attitudes and study their 
behaviors so as to see whether they can work together, and at the same time, promoting a 
balance between work, family and outside interests in the staff. As a leader, one may develop 
stronger loyalty. Retention rates are higher in companies that honor the work life balance of 
its employees through strong supportive leadership. Employees need to feel secure about 
their jobs by the presence of their leader (s). Unfortunately, some leaders do not take the time 
to know their employees, they just focus on the work they should the staff and the deadlines. 
With time, the employees get tired and leave the organization. 
2.4 Conceptual Framework 
The study will examine four variables which include; Age, Marital Status, Technology and 
Leadership Style. The following conceptual framework was used.  
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Figure 1: Relationship between theories, independent and dependent variables 
Theories   Independent Variables  Dependent Variable 
      
 
      
      
 
 
 
 
 
      
 
 
      
2.5 Operationalization of Variables 
2.5.1 Age 
Due to the diverse workforces, the organization cannot take a canned approach to work life 
balance or any other program (Barbe, 2016), it needs to take or have a variety. Employers 
need to know the various age groups that they have in their organizations, so that they can 
know how to implement the work life balance approaches that favor a certain age group. Let 
the teams waive their generational flags with honor while the organization tries or gets to 
understand their differences, that way the employees will enjoy their jobs. 
2.5.2 Marital Status 
Whether one is married or not, work life balance applies to all people, including men. 
Organizations need to consider the marital status of their employees, especially the women in 
the organizations so that they, the women, are not forced with the option of delaying 
motherhood to focus on their careers for fear of losing their jobs. Couples also need to be 
aggressive in their planning for balance because, if they are not careful, forces pulling them 
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away from priorities with their families, will prevail. Therefore, with no clear plan and 
commitment to maintain balance, time and energy for family erodes. 
A rigid organization culture, which mainly focuses on performance and disregards 
employees‟ needs, can create a stressful climate which in turn constitutes a determinant for 
high conflict between quality family time and job performance (Aryee, 1992).  
2.5.3 Technology 
The term „work life merge” has recently been coined in popular culture to describe the 
dissolving boundaries between our work and home lives. This “merging” of worlds has been 
made possible by the arrival of mobile technologies and portable Wi-Fi so that work can be 
completed away from the office and we can still maintain contact with our home lives even 
during busy days (Golden & Geisler, 2007; Shumate & Fulk, 2004). Being able to deal with 
home matters while at work is associated with job satisfaction. People who use 
communication technologies outside normal work hours feel more in control of and 
productive in their work. This helps them be able to balance their personal and work lives. 
2.5.4 Leadership Style 
Leaders are influential shapers of the work-family climate in organizations. Their support is 
necessary for employees to get a good balance. Different leadership styles could lead to 
different leader behaviors and employee attitude and behavior. Promoting a balance between 
work, family and outside interests in the staff, as a leader, one may develop stronger loyalty. 
Retention rates are higher in companies that honor the work life balance of its employees 
through strong supportive leadership. The leadership style opted for should put people and 
their needs first (Ray, 2017).  
2.6 Chapter Summary 
The chapter shows the theories that the study is based on and the relevant literature from the 
theories. It forms the theoretical review of the past literature related to the study. There is also 
the empirical review of the studies done that are in line with the topic. It presents evidence 
based studies that shades more light on the study and provides the gaps that have not been 
addressed by other researchers so that the current study can address. The conceptual 
framework presents the variables under study that are realized from the review of literature 
that shapes the objectives of the study. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter highlights various procedures the researcher will engage in conducting the study 
and the techniques that will be employed in collecting the research data. It describes the 
research approach, design, target population, sample and sampling procedures, 
instrumentation, sample frame, the reliability and validity, data collection methods and data 
analysis and data presentation. 
3.1 Research Design 
Descriptive design was adopted in this study. It is the process of collecting data with a view 
to answer questions concerning the current status of the subject in study. In this type of 
research design, accurate data is easily gathered through observation, interviews and the use 
of questionnaire. It is more analytical and therefore it is easy to quantitatively analyze the 
obtained data to determine the relationship that exists between the independent and dependent 
variables. In descriptive study, the problem is structured and well understood (Ghauri and 
Gronhaug, 2002). 
3.2 Target Population 
Target population is part of the population the researcher is interested in researching. This 
research study targeted all the employees who are in Kenya Power and Lighting Company, 
consisting of the top and middle management and the operational staff or line managers. 
Table 1: Target Population  
Levels Target Participants Percentage 
Top Management 28 9 
Middle Management 38 13 
Operational Staff 234 78 
Total 300 100 
Source: Author (2018) 
3.3 Sample and Sampling Technique 
The results obtained from the sample generalized the whole population. Therefore, a sample 
is an element selected to represent the population. 
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The research sample in this study was attained using random stratified sampling technique 
which was useful for the study because gave the researcher a chance to randomly select the 
sample population from every department without bias. The technique also allowed the 
researcher to have a complete coverage of KPLC population to represent the employees in the 
organization. According to Mugenda and Mugenda (2003), when the study population is less 
than 10,000, a sample size of between 10% and 30% is a good representation of the target 
population. The sample size used was 300 employees, therefore, a percentage of 20% will be 
used which consists of the top management, middle management and the operational staff as 
shown in table 2 below: 
 
Table 2: Sample Population 
Levels Target participant Sample population Percentage 
Top Management 28 6 9 
Middle 
Management 
38 8 13 
Operational Staff 234 46 78 
Total 300 60 100 
Source: Author (2018) 
3.4 Research Instruments 
In this research, questionnaires with both open-ended and closed-ended questions were used 
as tools for data collection. The advantage with this tool is that within a short duration of time 
it can be administered to a large group of respondents (Kombo & Tromp, 2006). 
Questionnaires are also generally preferred for this study because they ensure a wide range of 
respondent perception. The respondents went through the questionnaires and wrote down the 
information they had regarding the questions asked. This tool was appropriate particularly 
when dealing with respondents who are literate. 
3.5 Pilot Study 
This study pretested the questionnaires to establish their reliability and validity. As such, the 
test involved 10 employees, drawn from the Kenya Power and Lighting Company, each from 
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different departments, filled the questionnaires. These employees were not involved in the 
main study so as to avoid bias.  
3.5.1 Validity Test 
Validity refers to how well a test measures what it is supposed to. While reliability is 
necessary, it is not enough. It shows that the test is substantial by contrasting it and an 
officially legitimate test. According to Frankel and Wallen (2000), validity relates to the 
quality attributed to the degree to which they conform to establish knowledge or truth. It 
refers to the extent to which an instrument can measure, or, ought to have measured. The 
validity of the instruments was done by designing the questionnaires and consulting the 
supervisors on the contents of the questionnaires.  
3.5.2 Reliability Test 
Reliability refers to the consistency or the stability of the scores gotten from the tests and 
assessment procedures. Mugenda and Mugenda (2003) state that reliability is a measure of 
the degree to which a researchers‟ instrument yields consistent results or data after repeated 
trials. This method involved administering the questionnaires at an interval of one week as a 
pilot test to the same group and then comparing the two scores. Comments made by the pre-
testing respondents were used to adjust and improve the instrument.  
3.6 Data Collection Methods and Procedures 
Data was gathered through the administration of questionnaires to respondents drawn from 
the various categories. The questionnaires were also be left behind and picked later so as to 
increase the chances of getting usable responses. Follow-ups were done through telephone 
calls and e-mails, so as to ensure a viable response rate for the study. The questionnaires were 
examined to see if there were any errors, whether some information was omitted, if there was 
any ambiguity, if they were legible and whether they were relevant. 
3.7 Data Analysis and Presentation 
The data analysis began with transcribing of data (Zikmund, 2003) that came from the 
questionnaires. The researcher used descriptive research design which involved the use of 
tables and charts to analyze the data that was collected. The researcher, further, used 
qualitative and quantitative techniques to present data. 
3.8 Ethical Considerations 
With ethical considerations, the aim is to ensure that no harm or negative consequence arising 
from the process of research reaches or affects the respondents. Given that a sensitive 
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relationship existed between the researcher and respondents, reasonable safeguards were 
made in this study based on ethical considerations and requirements. The following ways 
addressed how participants were protected; 
3.8.1 Informed Consent 
The researcher saw to it that the respondents agreed to take part in the process without feeling 
like they were being pressured or coerced. The respondents were also informed that 
information was being sought from them. This made sure that they respondents were aware 
of everything that was going on. 
3.8.2 Voluntary Participation 
The participants were asked to verbally agree on whether they wanted to participate in the 
research. It was made clear that none of them were being forced to participate on anything 
without agreeing to it, fully. 
3.8.3 Confidentiality 
The researcher needed to get sensitive information from the respondents in reference to the 
implementation of work life balance, which would incriminate some people in authority. 
Therefore, for this reason, the researcher expected that some of the employees will have fear 
of volunteering information they had about the organization. It was the work of the researcher 
to assure the respondents of confidentiality on the information they would provide and that 
whatever will be collected will be handled by the researcher only. 
3.8.4 Privacy 
The researcher had to ensure the respondents that the information they gave will not be 
shared with anyone and that all that is discussed and collected will be limited to those 
concerned only. 
3.8.5 Anonymity 
To ensure that this was enforced, the researcher asked the respondents not to write their 
names in the questionnaires so as not to be identified. This was due to the sensitivity of the 
information they were giving. 
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3.9 Chapter Summary 
The chapter presented the design of the research as both quantitative and qualitative methods 
of study. The target population was 300 participants from Kenya Power and Lighting 
Company. The research instrument in the study is the questionnaire for data collection and 
finally ways of protecting the respondents through ethical consideration was also included in 
the chapter. 
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETATION OF FINDINGS 
4.0 Introduction 
In this chapter, the researcher carries out an analysis using both qualitative and quantitative 
methods. The study also included presentation of findings and summary of data analysis. 
4.1 Presentation of Findings 
4.1.1 Response Rate 
Table 3 : Response Rate  
Category Frequency Percentage 
Response 45 75 
Non Response 15 25 
Total 60 100 
Source: Author (2018) 
 
Figure 2: Response Rate  
Source: Author (2018) 
Table 4.1 and figure 4.1 indicated the response from the respondents who were given the 
questionnaires where majority of them responded with a representation of 75% while 25% 
did not respond. This indicated that majority of the respondents did respond. 
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4.1.2 Gender Analysis 
Table 4 : Gender Analysis  
Category Frequency Percentage 
Male 30 67 
Female 15 33 
Total 45 100 
Source: Author (2018) 
 
Figure 3: Gender Analysis  
Source: Author (2015) 
Table 4.2 and figure 4.2 indicated the response on the gender where it was found that the 
organization has more male than female employees where male employees were represented 
by 67% and female employees were represented by 33%. This indicated that most of the 
female gender either opted to quit their jobs or work from home so that they can be able to 
balance their work and non-work activities. 
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4.1.3 Age Bracket 
Table 5: Age Bracket  
Category Frequency Percentage 
18-25 years 10 22 
26-35 years 18 40 
36-45 years 13 29 
46 years and above 4 9 
Total 45 100 
Source: Author (2018) 
 
Figure 4: Age Bracket  
Source: Author (2018) 
Table 4.3 and figure 4.3 show the age brackets where 18-25 years were represented by 22%, 
26-35 years by 40%, 36-45 years was represented by 29% while above 46 years and above 
was represented by 9%. This indicated that majority of the employees could maintain a 
balance between their work life and personal life. 
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4.1.4 Highest Level of Education 
Table 6: Highest Level of Education  
Category Frequency Percentage 
Primary 9 20 
Secondary 6 13 
College 7 16 
University 20 44 
Other Qualifications 3 7 
Total 45 100 
Source: Author (2018) 
 
Figure 5: Highest Level of Education  
Source: Author (2018) 
Table 4.4 and figure 4.4 indicated the response on the highest education level attained by the 
employees where the response from primary level was 20% that of secondary level was 13%, 
that of college was 16%, university was represented by 44% while that of other qualifications 
was represented by 7%. This indicated that most of the respondents were learned, hence well 
informed of their rights and expectations from the organization. 
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4.1.5 Work Experience  
Table 4.5 Number of Years of Service 
Category Frequency Percentage 
0-10 years 13 29 
11-20 years 14 31 
21-30 years 11 24 
More than 31 years 7 16 
Total 45 100 
Source: Author (2018) 
 
Figure 6: Number of Years of Service  
Source: Author (2018) 
Table 4.5 and figure 4.5 indicate the respondents‟ work experience in the organization where 
by 29% indicate those who have worked in the organization for 0-10 years. There was a 
response from those who have worked in the organization for 11-20 years and is represented 
by 31% which is the majority, 21-30 years was represented by 24% while those who have 
worked for more than 31 years was represented by 16%. This indicated that the majority 
responses were well experienced in the organization duties and that they do not waste time in 
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tending to customers and offering of their services because they are knowledgeable in 
whatever they are doing. 
4.1.6 Age 
Table 7: Whether age affects the implementation of work life balance in electricity 
distributing companies in Kenya  
Category Frequency Percentage 
Yes 40 89 
No 5 11 
Total 45 100 
Source: Author (2018) 
 
Figure 7: Whether age affects the implementation of work life balance in electricity 
distributing companies in Kenya  
Source: Author (2018) 
Table 4.6 and figure 4.6 indicated whether age affects the implementation of work life 
balance in electricity distributing companies in Kenya where 89% of the respondents agreed 
that it does affect while 11% disagreed. From the analysis stated above, age does affect the 
implementation of work life balance. Those who agreed that age does affect the 
implementation of work life balance, stated that the older one gets, the lesser the work load 
they are able to complete in one day. They tend to not being as active as they once were when 
they started working. 
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4.1.7 Age 
Table 8: Extent to which age affects the implementation of work life balance in 
electricity distributing companies in Kenya  
Category Frequency Percentage 
Very high 20 44 
High 11 24 
Average 7 16 
Low 4 9 
Very low 3 7 
Total 45 100 
Source: Author (2018) 
 
Figure 8: Extent to which age affects the implementation of work life balance in 
electricity distributing companies in Kenya.  
Source: Author (2018) 
Table 4.7 and figure 4.7 indicated the extent to which age affects the implementation of work 
life balance in electricity distributing companies in Kenya. 44% represented very high, 24% 
represented high, average was represented by 16%, 9% represented low while 7% represented 
very low. The majority of the respondents indicated that age does affect work life balance 
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because they believed that the older one gets the more difficult it is to attain a balance 
between the two realms. 
4.1.8 Marital Status 
Table 9: Whether marital status affects the implementation of work life balance in 
electricity distributing companies in Kenya.  
Category Frequency Percentage 
Yes 38 84 
No 7 16 
Total 45 100 
Source: Author (2018) 
 
Figure 9: Whether marital status affects the implementation of work life balance in 
electricity distributing companies in Kenya  
Source: Author (2018) 
Table 4.8 and figure 4.8 indicated whether marital status affects the implementation of work 
life balance in electricity distributing companies in Kenya where 84% of the respondents 
agreed that it does affect while 16% disagreed. Those who agreed, clearly stated that, when 
one is married they are no longer on their own, they have a partner and the responsibilities 
tend to increase due to the expansion of the family structure and one has to know and learn 
how to divide their time equally in all the aspects, so that one side does not lean heavily on 
the other. 
84% 
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4.1.9 Marital Status 
Table 10: Extent to which marital status influences the implementation of work life 
balance in electricity distributing companies in Kenya  
Category Frequency Percentage 
Very high 18 40 
High 12 27 
Average 8 18 
Low 5 11 
Very low 2 4 
Total 45 100 
Source: Author (2018) 
 
Figure 10: Extent to which marital status influences the implementation of work life 
balance in electricity distributing companies in Kenya  
Source: Author (2018) 
Table 4.9 and figure 4.9 indicated the extent to which marital status influences the 
implementation of work life balance where very high was represented by 40%, high was 
represented by 27%, average was represented by 18%, low was represented by 11% while 
very low was represented by 4%. From the findings, the ratings showed marital status 
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influences the implementation of work life balance in electricity distributing companies in 
Kenya. 
4.1.10 Technology 
Table 11: Whether technology does affect the implementation of work life balance in 
electricity distributing companies in Kenya.  
Category Frequency Percentage 
Yes 42 93 
No 3 7 
Total 45 100 
Source: Author (2018) 
 
Figure 4.10 Whether technology does affect the implementation of work life balance 
in electricity distributing companies in Kenya 
Source: Author (2018) 
Table 4.10 and figure 4.10 indicated whether technology affects the implementation of work 
life balance in electricity distributing companies. 93% percent agreed that it does affect the 
implementation of work life balance while 7% were of the opinion that it did not affect. 
Those who agreed stated that sometimes they find themselves carrying their work home 
because they have internet access and can access office resources from home. As a result, it, 
technology, steels their time with family. 
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4.1.11 Technology 
Table 12: Extent to which technology affects the implementation of work life balance in 
electricity distributing companies in Kenya  
Category Frequency Percentage 
Very high 20 44 
High 12 27 
Average 8 18 
Low 3 7 
Very low 2 4 
Total 45 100 
Source: Author (2018) 
 
Figure 11: Extent to which technology affects the implementation of work life balance in 
electricity distributing companies in Kenya  
Source: Author (2018) 
 
Table 4.11 and figure 4.11 indicated the extent to which technology affected the 
implementation of work life balance in electricity distributing companies, where very high 
was represented by 44%, high was represented by 27%, average was represented by 18%, 
44% 
27% 
18% 
7% 
4% 
0% 
5% 
10% 
15% 
20% 
25% 
30% 
35% 
40% 
45% 
50% 
Very high High Average Low Very low 
P
E
R
C
E
N
T
A
G
E
 
RATINGS 
39 
 
low was represented by 7% while very low was represented by 4%. This showed that 
technology does affect the implementation of work life balance in electricity distributing 
companies in Kenya and the employees are having a very difficult time trying to detach 
themselves from it. 
4.1.12 Leadership Style 
Table 13: Whether leadership style does affect the implementation of work life balance 
in electricity distributing companies in Kenya   
Category Frequency Percentage 
Yes 30 67 
No 15 33 
Total 45 100 
Source: Author (2018) 
 
Figure 12: Whether leadership style does affect the implementation of work life balance 
in electricity distributing companies in Kenya  
Source: Author (2018) 
Table 4.12 and figure 4.12 indicated whether leadership style affects the implementation of 
work life balance in electricity distributing companies in Kenya. 67% agreed that it does 
affect the implementation of work life balance while 33% were of the opinion that it did not 
affect. Those who agreed stated that, leaders are responsible for the work-family climate 
within the organization and they, the leaders, should be much more sensitive to matters of 
work- family or work- personal life which all employees in an organization have. The 
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leadership style of the organization does affect the implementation of work life balance in 
electricity distributing companies in Kenya. 
4.1.13 Leadership Style 
Table 14: Extent to which leadership style affects the implementation of work life 
balance in electricity distributing companies in Kenya  
Category Frequency Percentage 
Very high 18 40 
High 12 27 
Average 10 22 
Low 4 9 
Very low 1 2 
Total 45 100 
Source: Author (2018) 
 
Figure 13: Extent to which leadership style affects the implementation of leadership 
style in electricity distributing companies in Kenya  
Source: Author (2018) 
Table 4.13 and figure 4.13 indicated the extent to which leadership style affects the 
implementation of work life balance in electricity distributing companies in Kenya where 
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very high was represented by 40%, high was represented by 27%, average was represented 
22% , low by 9% while very low was represented by 2%. Most of the employees indicated 
that support, from their leaders, is necessary for employees to achieve good work life 
balance. This indicated that leadership style does affect the implementation of work life 
balance in electricity distributing companies in Kenya. 
4.2 Limitation of the study 
4.1.2 Uncooperative Respondents 
Most of the time, people do not cooperate whenever information is being sort from them, 
especially if they know the information they give could be unfavorable to other persons, more 
so, the authority over them.  
4.2.2 Confidentiality 
The researcher needed to get sensitive information from the respondents in reference to the 
implementation of work life balance, which would incriminate some people in authority. It 
was for this reason that the researcher expected that some employees would be afraid of 
volunteering the information they had about the organization. 
4.3 Chapter Summary 
The chapter presented the findings of the study from the questionnaires. The findings were 
put into tables and figures for easy interpretation. Each table and figure was tabulated 
according to research questions and have explanations on how the data on the table and 
figures are. The information was then provided in summary form. 
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CHAPTER FIVE 
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.0 Introduction 
This chapter summarizes, discusses and makes conclusions on the findings of this study in 
relation to the objectives put forward in chapter one. It also discusses the recommendations 
for further research as well as recommendations for policy and practice. 
5.1 Summary of Findings 
5.1.1 How does age affect work life balance in electricity distributing companies in 
Kenya? 
The researcher identified that the respondents rated the effect of age as very high represented 
by 44%, high was represented by 24% and average was represented by 16%, low by 9% and 
very low by 7%. This showed that as employees grew older in age, the difficult it would be 
for them to be able to balance their non-work duties or demands. This is due to the fact that 
they are no longer as energetic as they were before; meaning that, they cannot perform the 
same work load as they used to before, they cannot be able to juggle things as they used to. 
5.1.2 What is the effect of marital status on work life balance in electricity distributing 
companies in Kenya?  
The findings indicated the extent to which one‟s marital status influences implementation of 
work life balance in electricity distributing companies in Kenya where very high was 
represented by 40%, high was represented by 27%, average by 18%, and low by 11% while 
very low was represented by 4%. From the findings, the ratings showed that marital status 
affected the implementation of work life balance in electricity distributing companies in 
Kenya. This is due to the fact that when one is married, responsibilities tend to increase in the 
family sphere, especially if one has children. So apart from the responsibilities one has 
towards their family, there is also a responsibility towards the organization that the employee, 
equally, has to fulfill. 
5.1.3 What is the effect of technology on work life balance in electricity distributing 
companies in Kenya?  
Findings indicated the extent to which technology affects implementation of work life 
balance in electricity distributing companies where very high was represented by 44%, high 
was represented by 27%, average by 18%, low by 7% while very low was represented by 4%. 
From the analysis it indicated that technology does affect the implementation of work life 
balance in electricity distributing companies in Kenya. Many find it difficult to detach 
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themselves from technology when they get home; they find it difficult to separate themselves 
from it; especially if they have access to office resources from the comfort of their homes. 
 
5.1.4 How does leadership style affect work life balance in electricity distributing 
companies in Kenya? 
The analysis indicated the extent to which leadership style affects implementation of work 
life balance in electricity distributing companies where 40% were of the opinion that it does 
affect to a very high extent. High was represented by 27%, average by 22%, low by 9% while 
very low was represented 2%. From the findings, it indicated that leadership style affects 
implementation of work life balance in electricity distributing companies in Kenya and that 
leaders have a big role to play to ensure that the employees maintain the balance for them to 
be able to perform well in their positions in the organization. 
5.2 Conclusion 
It was concluded that age affects work life balance. The majority of the employees are in the 
age bracket that integrates work and family. They have no boundary between the two realms. 
If it did exist, it was blurred due to the integration that the generation has. For some of the 
employees, it has proven successful but for some it has failed. Others have sacrificed their 
families and their personal well- being at the expense of their careers. This has resulted in 
negative results all the time. 
It was concluded that one‟s marital status does affect the implementation of work life balance 
for many employees. The idea of managing a stressful job and dedicating quality time for the 
family is becoming difficult by day, if it not already difficult. Responsibilities towards the 
organization are constantly competing with the responsibilities one has towards the 
organization; especially those who occupy the high positions, because the greater the 
position, the greater the responsibilities and it is increasingly becoming difficult to obtain a 
balance between the two worlds; work and family. 
Technology is meant to make work easier for people or employees. It was concluded that 
when employees are engaged in work, it is frequently difficult for them to be engaged in their 
family and personal lives and vice versa. It was concluded that, though the use of ICT brings 
with it opportunities for increased prospects of working twenty four hours seven days a week, 
it frequently comes at the price of diminished work life balance. 
Leadership is not a popularity contest, it is a serious responsibility that primarily involves 
developing and guiding the full potential in people, teams and the organization at large. Many 
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leaders would rather avoid being involved in their employees‟ well-being and the conflicts in 
the work place and just focus on achieving the set targets and goals. What they do not realize 
is that by avoiding contact or interacting with their employees, they unknowingly create silos 
and internal disruption among employees and they tend to feel insecure and restless and 
develop stress thereby causing an imbalance. Leaders are influential shapers of the work 
family climate in organizations. Their support is necessary for employees to achieve a good 
work life balance. 
5.3 Recommendations  
5.3.1 Age 
The researcher suggested that KPLC should know the kind of employees they have working 
for the organization. They should know the kind of age group each employee belongs to 
avoid unnecessary conflicts. Once the organization knows the age groups it is working with, 
it will be easier to formulate policies that suit each person or age group because each age 
group has its own way of coping or dealing with work life balance. Each sphere gets to 
benefit equally when a balance is achieved. Most importantly, the individual gets to benefit 
by achieving quality work life balance and the organization benefits as a result. 
5.3.2 Marital Status 
The researcher suggested that employers should play their role in managing work family 
conflict and creating a family friendly organization culture. When this is done, the employees 
who are married or have family responsibilities would not find it difficult to attain a balance 
between their family roles and organization role. There will be sanity between the two roles. 
When organization promotes their employees, they should consider that this employee has 
family obligations and that they should not place too much pressure on them. They should 
come to an understanding; a fit so that they; the organization and the employee, can work 
together and achieve their own goals. 
5.3.3 Technology 
The researcher recommends that the management of KPLC should consider segmentation and 
integration. In segmentation, one is required to focus on one thing at a time; like when 
working they focus on their jobs alone nothing else and when at home they focus on their 
families alone. In integration, one can attempt to create and maintain a balance in an effort to 
integrate, interweaving both realms. In other words, integrating work and home in an effort to 
achieve work life balance. The employees could also try to limit their use of work 
technologies at home or adopt techniques for separating their home and work lives more. 
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5.3.4 Leadership Style 
Leaders are influential shapers of the work-family climate in organizations. Their support is 
necessary for employees to achieve a good work life balance. Different leadership styles 
could lead to different leader behaviors and as a result it affects the employees work life 
balance. The researcher recommends the democratic leadership style which would lead to 
better ideas and more creative solutions to problems because group members are encouraged 
to share their thoughts and ideas. This type of leadership works best in situations where group 
members are skilled and eager to share their knowledge.   
5.4 Suggestions for Further Study 
There is need for further research in other organizations especially in electricity distribution, 
to determine factors affecting implementation of work life balance in electricity distributing 
companies in Kenya. On the other hand, this study needs to be carried out on other variables 
that will further bring in other factors that lead to work life balance in an organization and 
provide proper recommendations on how to overcome these problems. This study is not 
conclusive but it opens for further research in these particular areas in order to come up with 
appropriate solutions for factors affecting implementation of work life balance in electricity 
distributing companies in Kenya.  
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APPENDIX I 
INTRODUCTORY LETTER 
 
Glory Kadzo Chitayi 
P.O Box 22850-00400, 
Nairobi.      
Dear Madam,  
RE: REQUEST FOR COMPLETION OF QUESTIONNAIRE 
My name is Glory Kadzo Chitayi, a student of the Management University of Africa pursuing 
a Bachelor of Arts Degree in Management and Leadership (Human Resource Management 
option).  
I hereby request for your permission to undertake my research project and ultimately issue 
questionnaires to the employees in your organization for purposes of collecting data for my 
research project, which is required as a fulfillment for the completion of my degree. You can 
be rest assured that the data and information collected will be treated with utmost 
confidentiality as the purpose is of academic research only. 
Your consideration will be greatly appreciated. 
Yours sincerely 
 
Glory Chitayi. 
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APPENDIX II 
QUESTIONNAIRES 
Answer the following questions concisely, honest and clearly by ticking the right box or 
writing the answer. 
SECTION 1: GENERAL INFORMATION. 
1) Gender: a) Male  (  )    b) Female  (  ) 
2) Age:  a) 18-25 years   (  ) 
   b) 26-35 years   (  ) 
   c) 36-45 years   (  ) 
   d) 46 years and above  (  ) 
3) Highest level of education attained 
a) Primary   (  ) 
b) Secondary   (  ) 
c) College   (  ) 
d) University   (  ) 
e) Other qualifications  (  ) 
4) Work experience 
a) 0-10 years  (  ) 
b) 11-20 years  (  ) 
c) 21-30 years  (  ) 
d) More than 31 years (  ) 
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SECTION 2: AGE 
5) Does age affect the implementation of work life balance in the organization? 
Yes  (  )   no (  ) 
Please explain your answer 
 
6) How do you rate the effect of age in the implementation work life balance in the 
organization? 
Very high (   ) 
High  (   ) 
Average (   ) 
Low  (   ) 
Very low (   ) 
 
SECTION 3: MARITAL STATUS 
7) Does marital status affect the implementation of work life balance in the 
organization? 
Yes  (  )   no  (   ) 
Please explain your answer 
 
8) How would you rate the effect of marital status in the implementation of work life 
balance in the organization? 
Very high  (  ) 
High   (  ) 
Average  (  ) 
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Low   (  ) 
Very low  (  ) 
 
SECTION 4: TECHNOLOGY 
9) Does technology affect the implementation of work life balance in the organization? 
Yes  (   )   no  (   ) 
Please explain your answer 
 
10) How would you rate the effect of technology in the implementation of work life 
balance in the organization? 
Very high  (  ) 
High   (  ) 
Average  (  ) 
Low   (  ) 
Very low  (  ) 
 
SECTION 5: LEADERSHIP STYLE 
11) Does leadership style affect the implementation work life balance in the organization? 
Yes  (  )    no  (  ) 
 
Please explain your answer 
 
12) How do you rate the effect of leadership style in the implementation of work life 
balance in the organization? 
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Very high  (  ) 
High   (  ) 
Average  (  ) 
Low   (  ) 
Very Low  (  ) 
 
 
Thank you for your cooperation. 
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